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The concept of employee engagement is central to human resource management at hotels. Employee engagement refers to efforts made to keep workers enthusiastic about and committed to the company's mission. Employee engagement is crucial to the success of any business because it fosters a positive work environment where everyone contributes and feels like they matter. It's also important to stress that employee engagement is a process, not a one-time occurrence. To keep workers interested and committed throughout their tenure at a company, HR departments need to have a firm grasp on their role. An integral aspect of this procedure is the employee lifecycle, which covers everything from the hiring process to retirement. Thus, it is imperative that the human resources departments of major hotels understand the need of maintaining employee interest and enthusiasm throughout their careers.
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Motivating workers is a critical part of human resources' role. Human resources professionals help businesses find and hire new workers, as well as build and maintain relationships with current workers. In addition, it is their duty to supply workers with the materials and motivation they need to complete their assignments successfully (Stahl et al., 2020, pg 4). Human resource managers are tasked with creating a positive work environment that encourages employees to work together, share ideas, and trust one another. In addition, it is their responsibility to identify problems with employee engagement and satisfaction and to take steps to fix them. Human resources play a crucial role in maintaining employee interest and dedication during their tenure with an organisation. The key is to give workers the chance to learn the fundamentals and advance their careers ( (Dirani et al., 2020, pg 385). Human resources should also make sure workers have easy access to resources like job descriptions, performance management systems, and other information relevant to their work.
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In order for workers to reach their full potential and perform effectively in their positions, HR must offer them constructive criticism and sound guidance. Providing incentives and prizes to employees is also critical to keeping them interested and involved in their jobs over the long haul. Employees' hard work and commitment can be rewarded through a variety of programmes, such as those that provide public acknowledgement and monetary rewards based on performance. Furthermore, HR should provide a welcoming environment that encourages teamwork, open dialogue, and trust (Chaudhary, 2020, pg 635). In order to build trust and encourage cooperation, teams may hold regular meetings and participate in team-building activities. As a last step, HR must pinpoint and resolve any problems that affect employee enthusiasm and contentment. That means pinpointing issues like poor communication, lack of appreciation, and a lack of resources that may be stifling employee engagement and pleasure, and fixing them. Human resources professionals should be alert to any problems that may arise and work with staff members to find solutions. Participation by a team during an employee's tenure has many benefits (Saeed et al., 2019, pg 427). Teamwork ensures that everyone is pulling in the same direction and following the same rules. It improves teamwork and communication, which in turn boosts efficiency and output. Engaging a team also ensures that all hands are on deck and moving in the same direction.
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Employees are the lifeblood of any business, so it goes without saying that keeping them interested and invested is essential to maximising productivity and achieving success. Participation by workers is crucial to their well-being and performance at all stages of the business cycle. Recruiting new employees is the first step in the employee life cycle (Chanana, 2021, pg 3). In order to attract qualified employees, businesses need to cultivate a positive reputation. Creating a positive employer brand, offering attractive compensation and benefits, and emphasising the company's core values and mission are all effective methods for doing so. In addition, businesses should make themselves known on social media, job boards, and other recruitment platforms (Jha, Sareen & Potnuru, 2019, pg 10). In addition, businesses

In order to motivate current workers to recommend friends and family for open positions, it may be worthwhile to offer financial incentives and other forms of encouragement.
Recruitment is a vital part of the employee engagement process and represents the second stage of the employee lifecycle. Human resources divisions of large hotels need effective recruitment strategies to entice qualified candidates for open positions. Knowledge of the precise education, training, and work experience needed for a given profession is included (Hung et al., 2019, pg 4). The right individuals should be employed, and they should feel welcome and supported, thus it's important to prepare the recruitment process ahead of time. This can be achieved through comprehensive job descriptions, in-depth interviews, and ample support and guidance.
The third phase of an employee's life cycle is onboarding, which is as important to employee retention as the first two phases were to finding and hiring them. It is the responsibility of the HR department to make sure that new hires feel comfortable and valued in their positions (He et al., 2021, pg 347). Providing a smooth onboarding procedure, which covers things like orientation, training, and access to resources, is a crucial part of this. Each new hire need individualised attention during the onboarding process to guarantee they receive the support and resources they need to thrive in their new role.
Employee engagement relies heavily on the fourth stage of the employee lifecycle, development. The HR team's responsibility is to ensure that workers may advance in their positions (Vrontis et al., 2022, pg 1240). This necessitates giving workers access to training and development programmes, as well as assisting them in advancing their careers. In addition, HR must make sure workers are able to take on increased responsibilities within the company.
The fifth stage of the employment lifecycle is retention, and it's arguably the most important. Departments of human resources are responsible for providing workers with the tools they need to be enthusiastic about their jobs and productive in their roles (Fenech, Baguant & Ivanov, 2019, pg 22). This entails a favourable salary, comprehensive benefits, and opportunities for professional growth and development. Additionally, HR (human resources) should encourage an environment where workers feel comfortable sharing their ideas and opinions and where they are respected for their job.
The ultimate phase of an employee's life cycle is separation, an integral part of the engagement process. Human resources departments are responsible for ensuring that departing workers are given respect and assistance during this time of transition (Ramakumar & Priyadarshini, 2021, pg 109). As part of this process, it is customary to conduct exit interviews and provide employees with performance reviews. As an added bonus, HR should help outgoing workers by providing them with materials that will help them adjust to their new positions.
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It is the responsibility of employers to foster an atmosphere that encourages participation and enthusiasm on the part of their staff. Engaged workers are more likely to go above and beyond in their work, which benefits the company as a whole through increased productivity, better morale, and ultimately, happier customers (Hashem et al., 2022, pg 10). To keep their employees interested in their jobs during their whole tenure with the company, employers should create an environment that values their employees' independence, appreciation, and growth. To keep employees interested and involved, it can help to give them some degree of independence. They should be given the freedom to make their own choices and be given the flexibility to structure their workdays as they see fit. Employees may gain a sense of agency and boldness from this degree of autonomy (Ranathunga & Jayawardane, 2022, pg 7). The process also helps kids feel like they have control over their work and can show it off with pride. In addition, companies can show appreciation by presenting awards to deserving staff. Incentive and recognition programmes, as well as simple expressions of gratitude, can go a long way towards this end. When employees are acknowledged, they feel appreciated, which can boost their drive and commitment.
The second way to get people interested is to provide them room to grow in their careers. Offering training, mentorship, and other opportunities for professional growth are all ways to do this. Employees who invest in their professional growth are better able to keep up with the latest trends in their fields and strengthen their marketability (Hussainy, 2020, pg 42). It has the potential to increase employee enthusiasm for the firm and help them learn new things and become more versatile. A third strategy for getting workers interested is to introduce a model for employee engagement. Organizations can use a framework provided by an employee engagement model to assess and boost employee involvement. Methods such as surveys, interviews, and focus groups can be used to gauge the contentment level of the workforce (Nasution & Absah, 2019, pg 336). Staff attrition, absenteeism, and engagement levels are just a few of the metrics that may be utilised to pinpoint problem spots. As a result, businesses can use this information to launch campaigns aimed at boosting worker participation.

[bookmark: _Toc127091911]Employee Engagement Model and How it could be Implemented

In order to create a culture where employees are invested in their work, many companies have adopted the Gallup employee engagement model. Several major organisations, including hotels, have adopted this paradigm as an integral part of human resource management. Gallup's concept consists of four pillars: meaning, achievement, growth, and appreciation (Duong, 2020, pg 3). The first stage in creating an efficient method of encouraging staff participation is establishing and sharing a shared sense of purpose. The objective needs to be in line with the company's stated purpose and articulated in a way that piques the interest of the workforce. This can be done by holding company-wide meetings, one-on-one meetings, and other activities that highlight the importance of purpose on a regular basis. The second part of the Gallup model of employee engagement is "performance." Some examples include establishing quantifiable goals that are in line with the company's mission and providing employees with the means to reach those goals. To maintain the highest level of performance, employees' efforts should be continuously evaluated and acted upon based on the results (Rachapalli, 2021, pg 17). Expansion is the third pillar of the Gallup model. Employees should be given opportunities to grow in their careers. Mentoring, coaching, and training opportunities, as well as merit-based bonuses, could all be a part of this. Finally, the Gallup model suggests that employees be rewarded for their efforts in some way, whether formally or informally. Employees are further inspired and encouraged to give their all thanks to this practise.

Organizational success depends on the contentment, productivity, and dedication of its employees, all of which can be enhanced through employee engagement. Gallup's Employee Engagement Model guarantees participation from beginning to end (Sato, Kobayashi & Shirasaka, 2020., pg 145). The approach can be put into practise by emphasising its key tenets, which include building on existing strengths. Helping workers zero in on and build upon their areas of expertise is the primary goal of this model subcomponent. The provision of constructive criticism and coaching, as well as the encouragement of workers to play to their own strengths, can help achieve this goal. Moreover, investing in employees' personal and professional growth through team-building exercises and similar initiatives can increase their loyalty to the company (Zhang et al., 2019, pg 13). Second, the Gallup approach can be adopted through job design and involvement that aims to make workers feel empowered and appreciated. It requires clearly outlining employees' tasks and duties and providing them with autonomy and the ability to participate in work that matters. Employee engagement and empowerment can be boosted by providing opportunities for input and participation in decision-making. Last but not least, the Gallup model can be implemented through the use of employee recognition and rewards. This part of the model is responsible for rewarding and incentivizing workers for their efforts. Acknowledgment might be given monetarily or in the form of an award or ceremony. Providing employees with opportunities for personal growth and participation in team-building exercises can also increase their sense of loyalty to the company. Using the Gallup Employee Engagement Model in a large hotel can keep workers enthusiastic about their jobs throughout the duration of their employment there. The hotel can keep its staff content and dedicated by giving them opportunities to expand their skill sets, work on projects with real impact, and receive appropriate recognition and compensation for their efforts.
For instance, in the hospitality industry, where high levels of customer satisfaction are expected, employee motivation is essential. The success of a hotel depends on its staff, therefore it's important for management to foster an atmosphere that keeps workers engaged and motivated (Singh, 2019, pg 427). Workshops for improving customer service are one example, and there should also be systems in place for evaluating and rewarding employees' performance. As an adjunct, resorts

should give the staff useful feedback like praise for excellent customer service and make sure they have the resources they need to do their jobs (Kwon & Park, 2019, pg 360). Finally, hotels should make sure their workers have access to things like gyms and other forms of recreation that will help them maintain a healthy lifestyle and stay motivated. To keep its staff inspired and working hard, hotels might implement an employee engagement strategy.







Last but not least, comprehensive human resource management in hotels relies heavily on enthusiastic participation from staff. Experts in human resources are responsible for fostering a culture where workers feel valued and engaged. In addition, they create a welcoming environment that encourages teamwork, open dialogue, and mutual respect. All businesses rely on their employees to keep running, and their input is essential to growth and success. Recruiting, onboarding, development, retention, and separation are the five phases of an employee's life cycle. Human resources departments are responsible for making new hires feel comfortable and valued in their new positions. Providing a smooth onboarding procedure, which covers things like orientation, training, and access to resources, is a crucial part of this. Motivated and inspired workers are more likely to give their whole attention and effort to their jobs. Employers should make it a top priority to foster a setting where workers feel valued, trusted, and given room to grow in their roles. Using a model to measure and improve employee engagement is a useful tool for every company. One such approach that aids businesses in comprehending and fostering employee engagement is the Zinger employee engagement model. Employee engagement, according to the theory, is the outcome of three factors: the quality of the employee experience, the nature of the workplace culture, and the quality of the relationships between employees. Moreover, it suggests that businesses make use of data and insights to learn how each component affects engagement. Providing remote or split-shift work options can help boost morale and employee involvement. Providing staff with opportunities to participate in workshops, seminars, or other forms of learning can help maintain interest and enthusiasm. The success of a hotel depends on its staff, therefore management should foster an atmosphere that keeps them engaged and energised. Offering workshops on how to better interact with clients is one way to help staff develop professionally.
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